smaller in gender-balanced groups. For groups in which the majority of followers were male, there were no differences in ratings of leader effectiveness as a result of the leaders' gender.
In another study, Elsesser and Lever (2011) analyzed responses from 60,470 women and men who participated in a survey on the MSNBC web site. Among the findings were that men judged their female bosses slightly more favorably than their male bosses, and women judged their male bosses slightly more favorably than their female bosses.
Purpose of the Study
The Eagly (2003) meta-analysis was performed on studies using the construct of transformational leadership. Paustian-Underdahl, Walker and Woehr's (2014) meta-analysis found cross-gender differences in ratings of leadership effectiveness, but did not analyze leadership style. The large-scale study by Elsesser and Lever (2011) found cross-gender differences in the leadership constructs of leader competence, leader directness, and leader sensitivity.
As new theories and models of leadership emerge, it is important to assess whether they are influenced by the gender of the follower. An emerging model of leadership, which has gained increased interest, is authentic leadership (Walumbwa, Avolio, Gardner, Wernsing, & Peterson, 2008) . This model emphasizes transparency, morality, being balanced in soliciting ideas and working on self-awareness. An area that has yet to be sufficiently explored is whether differences in the ratings of leaders' authentic leadership are influenced by the gender of the follower.
Previous Research

Authentic Leadership
Authenticity is not a new concept; it can be traced back to the ancient Greek philosophy, "Know Thyself," which was inscribed in the Temple of Apollo at Delphi (Parke & Wormell, 1956) . Authenticity has been shown to influence individual well-being and enduring social relationships (Erickson, 1995; Rogers, 1959) . Maslow (1968) suggested that satisfying higher order needs was a precondition to authenticity.
The authentic leadership construct encompasses four dimensions. Self-awareness is a dynamic process and is the degree to which the leader reflects and demonstrates an understanding of how (s)he derives and makes sense of the world and is aware of his or her strengths, limitations, how others see him or her, and how (s)he impacts others (Kernis, 2003; Walumbwa et al., 2008) . Balanced processing is the degree to which the leader shows that (s)he objectively analyzes the relevant data and solicits others' views that challenge his or her deeply held beliefs, before making a decision (Gardner, Avolio, Luthans, May, & Walumbwa, 2005; Walumbwa et al., 2008) . Internalized moral perspective refers to the degree to which the leader sets a high standard for moral and ethical conduct, and lets those standards consistently guide his or her decisions and actions versus external pressures such as group, organizational, and societal pressures Gardner et al., 2005; Walumbwa et al., 2008) . Relational transparency is the degree to which the leader presents his/her true self (as opposed to a false and distorted self) to others, openly shares information, and expresses his/her true thoughts and feelings, reinforcing a level of openness with others that allows others to be comfortable and forthcoming with their ideas, challenges, and opinions Gardner et al., 2005; Walumbwa et al., 2008) .
With the incorporation of a moral and ethical perspective, the theory of authentic leadership moves beyond transformational or full-range leadership to serve as a foundation for understanding leadership, independent of style (George, 2003; Hughes, 2005; Luthans & Avolio, 2003) . Avolio et al. (2005) argued that authentic leadership can be viewed as a "root construct" for other leadership processes.
To date, multiple studies have found a significant positive correlation between authentic leadership and ethical leadership and behavior, as well as moral courage and employee trust in their leaders (Bird, Wang, Watson, & Murray, 2009; Clapp-Smith, Vogelgesang, & Avey, 2009; Hannah, Avolio, & Walumbwa, 2011; Hassan & Ahmed, 2011; Hsiung, 2012; Leroy, Palanski, & Simons, 2012; Walumbwa et al., 2008; Wang & Bird, 2011; Wang & Hsiech, 2013; Wong & Giallonardo, 2013; Wong, Laschinger, & Cummings, 2010; Zamahani, Ghorbani, & Rezaei, 2011) . In support of Avolio and Gardner's argument, multiple studies have also found a significant positive correlation with others aspects of leadership such as transformational leadership, identification with supervisor, leader consistency, leader predictability, leader competence, leader benevolence, leader reliability, and leader-member exchange (Clapp-Smith, Vogelgesang, & Avey, 2009; Green, 2015; Hsiung, 2012; Peus, Wesche, Streicher, Braun, & Frey, 2012; Tokin, 2013; Walumbwa, et al., 2008; Walumbwa, Wang, Wang, Schaubroeck, & Avolio, 2010; Wang & Bird, 2011) .
Empirical evidence supports the idea that authentic leadership influences employees' work attitudes. Multiple studies have found a positive correlation between job satisfaction and empowerment (Giallonardo, Wong, & Iwasiw, 2010; Tonkin, 2013; Walumbwa, et al., 2008; Walumbwa, et al., 2010; Wang & Bird, 2011; Wong & Laschinger, 2013) . Other studies have found empirical evidence to support a positive correlation between authentic leadership and followers' organizational citizenship behavior and climate (Valsania, Moriano, Moleor, & Topa, 2012; Walumbwa et al., 2008; Walumbwa et al., 2010; Woolley et al., 2011) . In addition, multiple studies have found a significant correlation between authentic leadership and job performance (Clapp-Smith, 2009; Leroy et al., 2012; Walumbwa et al., 2008; Walumbwa et al., 2011; Zamahani et al., 2011) . Authentic leadership at the group level has also been found to have a positive correlation with outcomes for teams in the areas of effectiveness, virtuousness, commitment, and potency (Hmieleski, Cole, & Baron, 2012; Peu et al., 2012; Rego, Vitoria, Magalaes, Ribeiro, & Cunha, 2013) . Authentic leadership has been found to be positively correlated with employee commitment (Leroy et al., 2012; Peus et al., 2012; Rego et al., 2013) and work engagement (Bird et al., 2009; Giallonardo et al., 2010; Hassan et al., 2011; Walumbwa et al., 2010; Wang & Bird, 2011; Wang & Hsieh, 2013; Wong et al., 2010) . Lastly, empirical evidence supports that authentic leadership influences employees' psychological TIBBS, GREEN, GERGEN, & MONTOYA / DOI: 10.5929/2016.6.1.8 Page 121
capital (Rego, Sousa, Marques, & Cunha, 2012; Walumbwa, Luthans, Avey, & Oke, 2011; Woolley, Caza, & Levy, 2011) .
Cross-Gender Leadership Studies
Meta-analyses. Several previous studies have analyzed how the gender of the follower influences the ratings of leadership given to leaders. Kis and Konan (2014) conducted a meta-analysis of 38 studies with a total sample of 15,280 teachers and found that male teachers rated their principals' instructional behaviors higher than female teachers (d = .04). Paustina-Underdahl, Slattery, and Woeht (2014) conducted a meta-analysis for leader effectiveness. The analysis didn't address the gender of the follower, but did find that the source of the ratings for male and female leaders influenced the ratings given to male or female leaders. Overall, female leaders were rated slightly higher than male leaders (k = 99, N = 101,676, d = -.05). Variations in ratings, however, existed for who rates whom. When rated by subordinates (k = 32, N = 63,450,676, d = -.08) or bosses (k = 9, N = 13,273, d = -.16) female leaders were rated as more effective. When leaders rated themselves, male leaders believed they were more effective than female leaders (k = 19, N = 4711, d = .18).
Additional studies. Afolabi (2013) found that stereotypes against women leaders in Nigeria had a significant negative effect on women leaders' job performance and perceived level of achievement. They also found that female subordinates rated their female leaders higher on level of achievement than their male counterparts. Follower gender, however, had no effect on the way female leaders were rated by their subordinates on job performance. Ayman, Korabik, and Morris (2009) found that the relationship between a leader's self-report on transformational leadership and their subordinates' evaluation of their performance was significantly less positive for female leaders with male subordinates than for female leaders with female subordinates. For male leaders, their male and female subordinates rated their performance as equally effective, regardless of their levels of transformational leadership. Van Emmerik, Wendt, and Euwema (2010) analyzed data from 12,546 managers in 437 organizations in 32 countries. After controlling for societal influences, a higher gender ratio (relatively more female managers) was positively associated with consideration and negatively related to initiating structure. Male managers in organizations with more female managers tended to engage less in initiating structure, whereas the leadership behaviors of female managers were not associated with the gender ratio.
The Authentic Leadership Questionnaire
The Authentic Leadership Questionnaire consists of 4 subscales: self-awareness (4 items), relational transparency (5 items), internalized moral perspective (4 items), and balanced processing (3 items). The four dimensions form a higher-order authentic leadership factor (Walumbwa, et al., 2007) . Walumbwa, et al. (2007) reported the internal reliability (Cronbach's alpha) for each ALQ measure was as follows: self-awareness, .73; rational transparency, .77; internalized moral perspective, .73; and balanced processing, .70. In this study the authentic leadership dimensions had the following reliability (Cronbach's alpha): selfawareness, .93; rational transparency, .88; internalized moral perspective, .93; and balanced processing, .87 and overall authentic score .97. For the analysis in this study, only the overall authentic score was used.
Participants
One hundred and ninety-three adults participated in this research. Table 1 provides the composition of the leader and follower gender possibilities. Participant age in this study ranged from 18 to 70 years old, with a mean age of 45 years. Most participants in this study were born in the U. The majority of participants in this study indicated they were in a leadership position (N = 108). Eightyeight participants indicated they were not in a leadership position. Of those participants who indicated they were currently in a leadership position, they indicated the following leadership positions: President/CEO (N = 2), Vice President (N = 18), Director (N = 18), owner (N = 1), Manager/Supervisor (N = 61) and other (N = 19).
Overall, the sample was quite educated. Twelve participants held a high school degree, 24 had completed some college, 17 held an associate's degree, 52 held a college degree, and 88 held a graduate degree.
One hundred and five participants indicated that their ethnicity was white, 13 were African American, 57 were Hispanic and 18 were coded as other ethnicity besides white, African American, and Hispanic.
Results
The results of a five-way Analysis of Covariance are shown in Table 2 . The main effects of leader gender and follower education were significant. The interaction of follower gender (FG) and leader gender (LG) was also significant. A one-way analysis of variance (ANOVA) with Scheffe post-hoc analysis found that ratings given to male leaders by male followers (M = 2.75) were not different from ratings given to male leaders by female followers (M = 2.84). Ratings male followers gave female leaders (M = 2.37), however, were much lower than ratings that female followers gave female leaders (M = 3.09), p = .01 (see Figure 1) . There were also significant differences for leader gender F(1, 192) = 4.16, p = .04. Male leaders (M = 2.86) were rated slightly higher in authentic leadership than female leaders (M = 2.75). The interaction of the gender of the follower and the gender of the leader was also significant F(1, 191) = 6.15, p = .01. To further explore the interaction, two additional analyses were conducted. In the first analysis, a composite variable consisting of four groups was created: Male followers rated male leaders, male followers rated female leaders, female followers rated male leaders and female followers rated female leaders.
Based on the initial analysis, understanding the interaction plot in Figure 2 is easier. Generally, female followers rated their leaders as more authentic than male followers. But, of those two combinations, female followers rated female leaders as more authentic than male leaders. Conversely, male followers rated male leaders as more authentic than female leaders. Table 3 tends to indicate that there are distinctions in the interpersonal and affective behaviors of females in comparison to males. It is important to remember that these are group differences and do not apply to all females and all males. Rather, the meta-analyses capture the important nuances of differences "overall" between males and females.
Females, for example rate higher on loyalty and genuineness of friends, friendship expectations, forgiveness, and affective speech than males. Conversely, males rate higher on expectations of wealth, status, and risk taking than females.
Facets of authentic leadership such as internalized moral perspective and relational transparency include individual behaviors that connote decision making guided by ethical conduct and openness of self to others. Identifying these authentic behaviors may require a personal understanding and/or familiarity with them via shared interpersonal and affective tendencies. This may explain why this research found that female followers rated female leaders higher on authentic leadership than their male counterparts.
Male followers, in turn, rated male leaders as more authentic than female leaders. Perhaps males' higher ratings on talkativeness foster more relational transparency and balanced processing between male leaders and followers in their interactions, thus leading males to perceive their male leaders as more authentic. Additionally, higher ratings on justice orientation in moral reasoning among males may lead them to become attuned to this aspect in their male leaders' use of internalized moral perspective. Table 4 captures some of these possible reasons that male and female followers might observe leader behaviors differently. Female followers may interpret increased selfdisclosure from female leaders as authenticity.
Male followers may interpret the same behavior from female leaders as blurring of hierarchical follower/leader roles.
Too much/little emphasis on relationship disclosure versus role boundaries
Care versus Justice Orientation in Moral Reasoning
Internal Moral Perspective
Female followers may interpret a justice orientation and following the rules as a lack of a personal internal moral compass.
Male followers may interpret a care orientation as lacking a clear, consistent moral orientation, preferring to follow established rules.
Too much/little dependency on caring versus rules as a moral perspective
Rumination, Reflecting Balanced Processing
Female followers may interpret reflection and rumination as engaging in balanced processing in decision-making.
Male followers might interpret reflection and rumination as indecisiveness.
Too much/little reflection versus decisiveness
Emotional Intelligence
Self Awareness Female followers may interpret higher emotional intelligence of female leaders as a form of authenticity.
Male followers might interpret higher emotional intelligence of female leaders as deliberate affective behavior rather than authentic substantive behavior.
Too much/little affect versus substance
Conclusion
Research on how male and female leaders differ has been ongoing for decades. Previous studies have found cross-gender differences in leadership styles (Eagly, 2003) , leadership effectiveness (PaustianUnderdahl, Walker & Woehr, 2014) and in the leadership constructs of leader competence, leader directness and leader sensitivity (Elsesser & Lever, 2011) . This study adds to the body of knowledge about how male and female leaders differ by looking at the leadership style of authentic leadership and finding that followers' gender does influence how authentic a leader is perceived to be, depending upon the leader's gender. This study found that, for female leaders, it can be more difficult to be perceived as authentic by their male followers compared to male leaders whose perception of authenticity does not seem to be that different between male and female followers. Although there are many implications associated with the findings of this study, three will be highlighted. Table 5 contains the most recent data (2013) from the U.S. Census Bureau for the percentage of females in management occupations. Overall, females hold 38% of those positions, while males hold 62%. In order for female leaders to be able to succeed and be more effective in managerial/leadership roles, especially when leading in a male-dominated environment, becoming more aware of how their behaviors may be affecting how authentic they are perceived by male followers is important.
Previous studies, for example, have shown that leaders authenticity has a positive effect on employees work attitudes (Giallonardo, Wong, & Iwasiw, 2010; Tonkin, 2013; Walumbwa, et al., 2008; Wang & Bird, 2011; Walumbwa, et al., 2010; Wong & Laschinger, 2013) , organizational citizenship behavior and climate (Valsania, Moriano, Moleor, & Topa, 2012; Walumbwa et al., 2008; Walumbwa et al., 2010; Woolley et al., 2011) and job performance (Clapp-Smith, 2009; Leroy et al., 2012; Walumbwa et al., 2008; Walumbwa et al., 2011; Zamahani et al., 2011) . Therefore the more authentic leaders are perceived to be by their followers, the more effective the organization becomes which in turn can increase the organization's bottom line.
Additionally, as the workplace continues to find ways in which to effectively lead generation Y employees, authentic leadership can be a strong tool for leaders to succeed at leading generation Y as they put a high emphasis on authenticity of the leader (Twenge & Campbell, 2008) . As proposed by Mhatre and Conger (2011) , authentic leadership can be used to bridge the gap between generation X and generation Y. Lastly, it is important to take into account the findings of this study for leadership development. As programs are created to help leaders develop their authenticity, it is important that these programs address the gender differences and provide female leaders with the tools they need to be able to be perceived as authentic by both male and female followers. Esther Gergen, Ph.D., is an Assistant Professor of Leadership Studies in the School of Business and Leadership at Our Lady of the Lake University. Her executive career began with the HEB Grocery Company for which she was a store director. She led several of the San Antonio store locations. Shortly thereafter, she transitioned into the financial services industry by joining Citigroup as a Client Financial
